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ABSTRACT 

These five brochures describe the IBM Corporation's 
policies, programs, and initiatives designed to meet the needs of 
employees' child care and family responsibilities as they move 
through various stages of employment with IBM. The Work and Personal 
Life Balance Programs brochure outlines (1) policies for flexible 
work schedules, including work-leave options; (2) programs for 
employees caring for dependents; (3) family health programs; (A) 
retirement provisions, and (5) comanunity service. Three additional 
brochures elaborate on the company's child care assistance policy, 
part-time work and leave options, and work and personal life balance 
issues and answers. The final brochure is a "Work-Life Situations 
Road Map," a comprehensive chart of all the company's family 
policies. Of particular relevance to education are the "Technical 
Academic Car er Program" for those pursuing academic careers after 
retirement from IBM and the "Retirement Education Assistance Program" 
for those within five years of retirement. (MDM) 
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Nobody said it would be easy 
balancinK work and personal 
life. Having children, caring for 
them, arranginK for satisfactory 
child care and schooling, hand- 
ling household, elder care and 
family c mergencies during 
working hours are just some of 
the work/life challenges em- 
ployees rc^wlarly face. 

Years a^o, there was someone 
at home full time to handle 
these situations, but the days 
when the description of a "typi- 
cal" American family included a 
husband who handled responsi- 
bilities at work and a wife who 
took care of the needs at home 
have Umft since passed. Today, 
well over half of all married cou- 
ples in the United Stales are 
dual-income families and more 
than half of the women with 
children under one year of a^e 
work outside the home. 



'Hie typical 1P>M family has 
changed alon^ with society at 
larpe. IBM's survey of its own 
employees indicates similar 
trends: 

- Nearly 60 percent of IBM em- 
ployees are part of a dual-in- 
come couple: 

-'Hiirty percent of IBM employ- 
<'es have children requiring 
supervision: 

- Approximately f) percent of 
employees are single parents: 

- Almost 'M) percent of employ- 
ees have some responsibility for 
the care of an elderly relative. 

If the trends continue as expect- 
ed, these tiRures will increase 
in the years to come. 'Hie 
pressures of juggling? work and 
family responsibilities will con^ 
linue to impact employees in the 
future. Developing and enhanc- 
ing programs designed to ad- 
dress these factors will remain 
a high priority at IBM. 



I'or years. IBM has recognized 
these trends and has u ken the 
lead in providing comprehen- 
sive programs to help its em- 
ployees belter manage their 
work and personal lives. IBM 
realizes that employees con- 
tribute more on the job when 
they have less stress away from 
the job. Providing a variety of 
programs to fit a wide range of 
needs is in the best interest of 
both IBM and its employees. 

For many employees, juggling 
the demands of the workplace 
with those of the home has be- 
come a difficult balancing act. 
Some employees need help in 
arranging for child or elder 
care: others are trying to cope 
with emotional problems: some 
need assistance in pl3nning for 
their retirement; and still others 
simply need the time to handle 
obligations that can best be 
taken care of between 9 a.m. 
and 5 p.m. on a workday Km- 
ployees worry about finding 
adequate solutions to these 
issues and carry their concerns 
about these and other personal 
situations with them to the 
workplace. As a result. IBM con- 
tinually reviews and enhances its 
work /life programs for a diverse 
population with diverse needs. 



Hirough Its work and personal 
life balance programs, IBM of- 
fers employees greater flexibil- 
ity and support in meeting their 
growing responsibilities at work 
and at home. As IBM employees 
proceed with their careers, they 
can take advantage of a wide 
range of flexible programs that 
support the building of their ca- 
reers as well as the well-being of 
families. IBM is aware that fam- 
ily and work are not neatly divis- 
ible entities. 'Iliey overlap. It is 
in the comi)any's best interest to 
help employees balance the 
pressures of work with the de- 
mands at home. Tliis brochure 
describes some of the work and 
personal life balance options 
available to regular full-time and 
part-lime IBM employees as 
they move through the various 
stages of their IBM employment 
relationship. 
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Scheduling flexibility can make 
it easier for employees to man- 
age both work and personal 
priorities. Through a variety of 
options such as personal leaves 
of absence, the Flexible Work 
Leave of Absence program, paid 
personal time off. Individualized 
Work Schedules, personal 
choice holidays and flexible va- 
cation scheduling. IBM helps 
employees accommodate doctor 
appointments, car pools, car re- 
pairs, school holidays, day care 
hours, extended family illnesses 
and other personal needs. 

Flexible Work Leave of 
Absence Program 

The Flexible Work Leave of Ab- 
sence program offers an option 
to full-time employees who need 
to work a reduced number of 
hours per week for a broad ar- 
ray of personal needs, such as 
dependent care responsibilities, 
"once-in-a-iifetime" opportuni- 
ties or other individual needs. 
Under this program, employees 
may work between 20 and 30 
hours per week for a minimum 
of six months at a time. After 
three years, employees must re- 
turn to work full time or, if they 
want to remain on this program, 
they will receive regular part- 
time medical and dental benefits 
with the option to purchase 
regular full-time medical and 
dental benefits. After three 



years on this program, there 
will not be a commitment from 
IBM to return the employee to 
full-time employment. However, 
the employee may reapply for 
employment with IBM and be 
considered on a competitive ba- 
sis based on requirements at 
that time. 

Approval for participating in the 
program will be based on bal- 
ancing business needs with 
personal needs. The Flexible 
Work Leave of Absence pro- 
gram allows IBM to benefit 
from the talents of its employ- 
ees while enabling employees to 
work part time to accommodate 
personal needs. 

Leaves of Absence 

Some personal situations may 
require employees to be away 
from work and its day-to-day 
demands for an extended period 
of time. These employees have 
the option of taking a personal 
leave of absence. Leaves may be 
requested for a variety of per- 
sonal circumstances - to be at 
home following the birth or 
adoption of a child; to care for 
an elderly relative; to cope with 
an extended family illness, or 
take advantage of a "once-in-a- 
lifetime" opportunity. 



With management approval, 
leaves of absence are granted to 
employees up to a maximum of 
three years. During the second 
and third years of a leave, em- 
ployees must be available to 
work part time, depending on 
the needs of the business. 
Approval, reviewed annually 
by management, is based on 
the purpose of the leave, the 
employee's overall work per- 
/rmanco and IBM's business 
needs at the time. Employees 
receive full company-paid 
benefits during their leaves and 
are assured of jobs when they 
return. Employees also receive 
full service and earnings credit 
for the period of the leave. 

With regard to maternity, a 
pregnant employee who wants 
to take time off from work be- 
fore giving birth may take a 
leave of absence. If, however, 
pregnancy-related disabilities 
prevent an employee from work- 
ing before or after childbirth, 
she receives benefits with full 
pay under the Sickness and Ac- 
cident Plan until she is medi- 
cally able to return to work. 

Work-at-Home Program 

The Work-at-Home program ac- 
commodates employees who 
are on a personal leave of 
absence or are on a Flexible 
Work Leave of Absence, and 
who are unable to get to their 
work location on a regular basis 
but want to work part time. 



Employees participating in this 
program must perform the 
type of work that can be accom- 
plished at home and must 
report to their work locations 
at least four consecutive 
hours each week. 

Individualized Work 
Schedules 

Individualized V/ork Schedules 
give employees the llexibility to 
Stan work up to two hours be- 
fore or after the normal start 
time at their locations with stop 
times adjusted accordingly The 
extent to which Individualized 
Work Schedules are offered 
depends on customer and 
company requirements. 

Meal Break Flexibility 

Meal break tlexibility enables 
employees to take a minimum oi 
'M) minutes or up to a maximum 
of two hours for a meal break. 
This window of time in an em- 
ployee's workday can be used 
for personal choice activities 
such as attending a child's 
school function, visiting an el- 
derly relative or participating in 
a sports activity. Using meal 
break flexibility is based on 
management approval and 
IBM's business needs. 
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Caring' for 
Depencients 



Employees with youn^ or school- 
a^e children or whose older 
relatives are a^inK and in need 
of care often face a second, 
equally deinandinj? job at home. 
IBM offers several programs to 
help employees (ind appropriate 
care for their dependents. Other 
programs are designed to help 
employ{»es manage some of 
tlie major expenses involved in 
providing for dependents. 

IBM Funds for Dependent 
Care Initiatives 

In many locations throughout 
the country, available child 
and elder care services are ex- 
tremely limited. To help in- 
crease the supply and quality of 
dependent care programs in the 
United States, in 1989 IBM 
established the IBM Funds for 
Dependent Care Initiatives. 
Over a live-year period, from 
191:0 through 1994, IBM will 
spend $25 million through the 
funds to develop new or expand 
existing child care centers that 
give priority enrollment consid- 
eration to children of IBM 
employees; expand training 
efforts for dependent care 
providers; expand and develop 
programs for school-age chil- 
dren, programs to provide back 
up c. fe for parents when the 
planned day-to-day child care ar- 
rangements break down, and 



family day care: as well as en- 
hance elder care services such 
as in-home care, adult day care 
programs and respite csre. Pro- 
grams expanded or developed 
unde»*the IBM Funds for 
Dependent Care Initiatives are 
incorporated in IBM's Chila 
Care Referral Service and Ellder 
Care Consultation and Referral 
Service networks. 

Child Care Referral Service 

Finding quality child care can 
be difficult for any parent. Tlie 
problem is compounded for 
working parents who have lim- 
ited time to search for and in- 
vestigate available options. 
Vor some parents, the process 
can be especially difficult if 
child care options in their areas 
are limited, as well. Even after 
locating a number of providers, 
parents can feel overwhelmed 
when it comes to evaluating 
the options and making a iinal 
selection. 

To help employees in what can 
be a difficult, time-<:onsuming 
process, IBM offers a nation- 
wide service to IBM parents for 
finding and helping select the 
child care best suited to their in 
dividual needs. The IBM Child 
Care Referral Service (CCRS) 
puts employees in touch with 
trained specialists who are 
familiar with local child care 
services. The counselors offer 
detailed information and refer- 
rals, along with guidance to help 



parents choose the best child 
care arrangements for their fam- 
ilies, 'llie services of CCRS are 
offered at no cost to IBM par- 
ents. However, parents are 
responsible for selecting and 
paying the child care provider. 
Established in 1984 as the first 
national child care resource and 
referral service, CCRS has 
helped more than 46,0(K) IBM 
families find care for more than 
54,000 children - 70 perciMit 
under three years old and 
40 percent under one. 

Elder Care Consultation 
and Referral Service 

It takes a great deal of time and 
energy to iind and evaluate the 
wide variety of elder care ser- 
vices in order to make the right 
decisions about a relati\ e s care. 
When a dependent relative 
lives far away, the process can 
be even harder. How do you get 
started? And how can you evalu- 
ate the choices? 

When it was established in 1988, 
IBM s Elder Care Consultation 
ard Referral Service (ECCRS) 
became the first nationwide cor- 
porate program to help employ- 
ees address these problems. 
Tlie progra ^/s services are pro- 
vided through a nationwide net- 
work of community-based elder 
care organizations, ECCRS 
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offers telephone consultations, 
consumer information and edu- 
cation, as well as referrals to 
the appropriate providers and 
resources at no cost to IBM 
employees, spouses and re- 
tirees. Employees or their rela- 
tives, however, are responsible 
for selecting and paying the 
elder care provider. Since tiie 
program's inception, ECCRS 
has helped more than 19,C ' 
employees, retirees and then 
families tind car(^ for older rela- 
tives, 52 percent of whom live at 
least 100 miles away and 75 per- 
cent of whom are 75 or older. 

Adoption Assistance 
Program 

Some IBMers are interested in 
adopting children but need as- 
sistance with the costs involved. 
Almost (xOOO children have 
been adopted with the help of 
IBM's Adoption y\ssistance Pro- 
gram since it was established in 
1973. The program reimburses 
employees for 80 percent of the 
adoption costs up to a maximum 
of $2,500 per adoption. Eligible 
charges include adoption 
agency fees, placement fees, 
legal fees, maternity costs for 
the birth mother and charges 
for a temporary foster home 
immediately prior to placement 
with the adopting family. 




special Care for Children 
Assistance Plan 

I'aronts whose children have 

special problems, whether ihcy 

are physical, mental or enio- 

tionai, often incur expenses that 

are not covered by the regular 

1I5M medical plans. To help [)ar- 

cnts of children with special 

needs, IBM provides up to 

sr)(),()()() lifetime assistance per 

child or until the child reaches 

the aj^e ol for such expenses 

as special day care» residential 

can* or outpatient treatment 

through the Special Care for 

Children Assistance Plan. 

Work and Family Seminars 

IBM's work and family seminars 
offer employees a n^source (or 
practical information and emo- 
tional suj)port for dependent 
care issues, lite seminars ad- 
dress such subjects as child 
health, safety and development: 
parent-child communications; 
the latch-key child, and adoles- 
cent issues {including druKS 
and alcohol). A series of semi- 
nars addresses elder care- 
issues such as the apin^ pro- 
cess, handling le^al matters and 
arran^in^ for the care of elderly 
relatives. 'Ilic seminars are pro- 
vided free to IBM employees 
and their sf)ouses under A Plan 
for Life, IBM's health education 
program (see page 10). 



Thomas J. Watson 
Scholarship Program 

As their children K^^t older and 
become more independent, par- 
ents' concerns about child care 
mav be replaced by other con- 
cerns, such as collej^e educa- 
tion. IBM lielps alleviate some 
of that wo/ry throu^^h its 
Tnomas J. Watson Scholarship 
Pro^^ram. Hie pro^^ram, ./hich 
was estai)lislie(i in h)ri7 to 
honor iBM's founder, Hiomas J. 
Watson Sr.. provides linanciai 
assistance toward college edu- 
cation and, at the same time, 
rewards academic excellence 
amonj^ hif^^h school students 
who are children of active, 
(U'ceased or retired IBM 
employee's. 

Voluntary Pla:i for 
DependGnt Care 

'Hie IBM \{)luntary Plan for 
i)e[)endent Care allows employ- 
ees to set aside a portion of 
their salary each pay period as 
unliixed dollars to help pay for 
work-related dependent care 
expenses. Based on federal tiix 
lej?islation, the plan is an alter- 
native to the tcix credit for child 
and dependent care expenses 
and is desij?ned to help employ- 
ees meet the challenges of 
providinj^ care for their young 
children or other eligible 
dependents. 
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Staying healthy plays a hrnv 
pari in successfully inaiiaKiiiK 
{he (lemands of work and family 
life. Il^M offers a wide ranpe of 
projrrams in addition to medical 
benefits to help employees and 
their families stay physically 
and menially fit as well as meet 
tlK? hi.trh cost of health care. 
Ilie company also sponsors 
recreational and cultural activi- 
ties to help IBMers and their 
families enjoy time to.ir ether 
awav from work. 




IBM s health-education pro- 
gram. A Plan for Life (Al'FL). 
offers comprehensive health- 
related courses at no extra cost 
to employees, retirees and their 
eligible dependents. Since its 
inception. APVL has continued 
to emphasize the health of the 
entire family - not just the 
employee. Under the program, 
established in 198L tuition as- 
sistance is also offered 
to individuals who enroll in 
equivalent courses provided by 
community or commercial orga- 
nizations. To date, more than 
500.000 employees, retirees and 
eligible dependents have en- 
rolled in over 25.000 courses of- 
fered at or near IBM locations 
throughout the country. 

Courses are designed to edu- 
cate employees about healthier 
lifestyles, hi addition to the 
work and family seminars de- 
scribed on page 8. APP'L offer- 
ings cover such subjects as 
smoking cessation, exercise, 
aerobic swimming, weight man- 
agement, nutrition, self care and 
family care, stress management 
and cardiac risk factors. 

•?rsDniii .-'iaitM 

Major Meciicai P'm 
To encourage preventive health 
care, the Personal Health Assis- 
tance Provision of the IBM 
Major Medical Plan provides 
reimbursement of 80 percent of 



certain preventive medical 
expenses up to a nKiximum 
of S5fK) per year, per employee, 
llie Personal Health Assistance 
Provision of the IBM Major 
Medical Plan covers such ex- 
penses as physical exams, 
eyeglasses, contact lenses or 
hearing aici^.. immunization 
shots, cholesterol and otlier pre- 
ventive tests, a.id well-baby 
care. A portion of the premium 
costs for ih-: l.ong-'^erm Care 
Insurance Program (see page 
11) can also be reimbursed un- 
der this provision. 

mniovee Assist an c? 
^roqrani 

A difficult emotional or personal 
problem can arise at any time. 
'Hie problem could relate to any 
number of situations - debt, de- 
pression, emotional distress, al- 
cohol or substance abuse or it 
could involve a relocation, the 
death of a loved one. or friction 
with children, spouses or 
parents. 

IBM's Employee Assistance Pro- 
gram (EAP) offers employees, 
retirees and their families a place 
to turn for immediate help. Tlie 
program provides short-term 
counseling (up to eight visits) 
with an experienced EAP prol'es- 
sional at no cost. Help is just a 
phone call away. 24 hours a day, 
seven days a week. 
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Turning to the EAP is a volun- 
tary and con^dential matter 
The program is coordinated for 
IBM by two independent coun- 
seling firms that have offices 
throughout the country: Human 
Affairs International, Inc. (1-80O 
223-3919) serves employees in 
the West and South, while Per- 
sonal Performance Consultants. 
Inc. (l-80a-999-9IBM) serves 
employees in the Northeast 
and Midwest. A complete list of 
EAP telephone numbers is 
included in the EAP brochure 
(G504-0264). 

n/lental Health Care 
Program 

To complement the services 
provided by the Employee As- 
sistance Program, IBM recently 
added a new Mental Health 
Care Program to its benefits 
plans to help employees obtain 
treatment for psychiatric and 
substance abuse problems. Un- 
der this program, employees 
and their eligible dependents 
can access a confidential re- 
source and referral service by 
calling 1-80O-368-7426. Adminis- 
tered for IBM by American 
PsychManagement, this service 
is staffed 24 hours a day, seven 
days a week by clinical special- 
ists. After evaluating the need, 
the caller is referred to appro- 
priate providers from the pro- 
gram s national network of 
more than 10.000 psychiatrists, 
psychologists, mental health 
clinics and other practitioners. 

ERLC 



Other services offered include 
the evaluation of treatment plans 
by professional case managers in 
complex cases and, when appro- 
priate, authorization of coverage 
for care not otherwise covered 
under IBM's plans. Employees 
and their families make the final 
decision on where to go for 
treatment. 

Catastrophic Care 
Assistance Program 

No one is ever prepared for a 
catastrophic illness or accident - 
it can strike at any time. Under 
the Catastrophic Care Assis- 
tr.nce Program, employees can 
get professional help and guid- 
ance when they need it most. 
The program covers catas- 
trophic medical conditions such 
as cancer, heart disease, exten- 
sive burns, and traumatic head 
and spinal injuries. Trained pro- 
fessionals help employees as- 
sess these situations; assist the 
personal physician in developing 
treatment plans; provide refer- 
rals for appropriate services, in- 
cluding referrals to national 
"centers of excellence,'* if neces- 
sary; and establish appropriate 
follow-up care. 

Services are available to em- 
ployees and their eligible depen- 
dents by calling the provider, 
In^racorp, at 1-800-526-3981, 
8 a.m. to 5 p.m., EST, Monday 
through PMday 



Long-Term Care Insurance 
Program 

As difficult as it may be to imag- 
ine, healthy employees or their 
spouses may one day find them- 
selves unable to perform the 
routine activities they used to 
take for granted - walking, eat- 
ing, getting dressed. Neither the 
regular IBM medical plans nor 
Medicare pays for most long- 
term care, and the cost can be 
substantial. To help employees 
and their families prepare for 
such a situation, IBM makes 
available the Long-Term Care 
Insurance Program that covers 
a wide range of services for 
chronic illnesses or disabilities, 
such as Alzheimer's Disease. 
Under the Long-Term Care 
Insurance Program, employees 
can apply for long-term care in- 
surance that will pay benefits up 
to a maximum of $27r),0(X) for ap- 
proved long-term care services, 
including custodial services. 

The program includes group 
rates; reimbursement for such 
services as nursing home care, 
home health care, adult day 
care and respite care; a choice 
of three reimbursement options 
- $50, $100 and $150 per day; 
an inflation adjustment feature; 
and reimbursement of a portion 
of the premiums for employees, 
retirees and their spouses under 
the Personal Health Assistance/ 
Special Health Assistance 
Provisions of the IBM Major 
Medical Plan. 
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Additional information about the 
program can be obtained by 
calling the provider, John Han- 
cock Mutual Life Insurance 
Company, at 1-800-255-8991. 

Employee Video Library 

Keeping abreast of certain 
issues that affect many employ- 
ees and their families can help 
them cope with, or even possi- 
bly prevent, certain problems. 
Through the Employee Video 
Library, IBM offers high-qualit\^ 
educational tapes on such issues 
as AIDS and substance abuse. 
Employees can order videotapes 
by calling Modern Talking Pic- 
ture Service at 1-800-843-2948 
(or 1-800-356-3233 in Florida). 
The tapes are shipped without 
charge for a free five-day loan 
and can be viewed at home with 
family members or shared with 
community organizations. 

IBM Clubs 

To help employees, retirees and 
their families unwind together 
in a non-business environment, 
the IBM Clubs offer a wide vari- 
ety of social, cultural and recre- 
ational activities. Popular IBM 
Club activities include holiday 
parties, family days and sports 
activities. A number of IBM 
locations also have on-site 
recreational facilities, such as 
baseball fields, jogging trails, 
picnic areas, playgrounds, and 
basketball and tennis courts. 
IBM Clubs also conduct U.S. 
Savings Bonds and Blood Drive 
campaigns among employees. 
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IBMers and their families may 
need additional support during 
times of transition, such as man- 
aging a cross-country move, 
bridging to retirement or ex- 
ploring alternatives following 
retirement. 

• - • • ^ ' " ' n 

A Personal Retirement Provi- 
sion (PRP) was established as 
an additional feature of the IBM 
Retirement Plan to provide 
more income to employees 
when they retire and greater 
flexibility in meeting their long- 
term plans. Under the provision, 
IBM provides annual tax- 
deferred allocations for all regu- 
lar employees. After an initial 
allocation of 5 percent of each 
employee's annual compensa- 
tion, future allocations will equal 
1 percent for 1992, 2 percent for 
1993 and 3 percent for each year 
following. Each employee s PRP 
balance increases with each 
annual allocation as well as tax- 
deferred interest earnings. 

Upon retiring or leaving IBM. 
employees have the option 
of receiving their accrued PRP 
balance either in an immedi- 
ate lump-sum payment or in 
monthly payments. Employees 
receive their PRP balance in 
addition to their regular IBM 
core retirement benefit. 



**ax Ooierrf^ci Sdvmqs Plan 
In fact, preparation for retire- 
ment begins when an employee 
is hired. The company*s goal is 
to make sure that retirement is 
a tlioughtful, planned experi- 
e ce for all employees. . .not a 
sudden, traumatic event When 
planned carefully, retirement 
can be looked forward to with 
enthusiasm and confidence. 

To encourage financial planning 
well in advance of retirement, 
full-time regular employees who 
have completed one year of ser- 
vice can participate in the Tax 
Deferred Savings Plan. The plan 
allows employees to defer up to 
8 percent of their salaries; IBM 
contributes 30 cents for each 
dollar the employee contributes, 
up to the first 5 percent A loan 
feature is available that allows 
participants to borrow up to 50 
percent of their total account 
balance and repay that loan by 
payroll deduction over a period 
of four years. 

Pre-t^eiireiiienT Seminars; 
IBM also offers pre-retirement 
seminars for employees and 
their spouses. 

Five years before retirement 
eligibility, employees and uieir 
spouses can talk to profes- 
sionals about all aspects of 



retirement planning. The com- 
pany-sponsored seminars 
address topics such as health 
care, financial planning, IBM 
retirement benefits, Social 
Security, use of time, and tax 
and legal matters. 

-Retirement Education 
\sn.::: Jiic^- ^^riu 

For some employees, retire- 
ment offers a long-awaited 
chance to explore new careers 
and develop new skills. To en- 
able retirees and their spouses 
to pursue their interests more 
easily. i6M*s Retirement 
Education Assistance Plan 
reimburses up to $2,500 per em- 
ployee and $2,500 per spouse 
for educational expenses related 
to continuing education, devel- 
oping a hobby or interest, 
launching a second career 
or enhancing personal 
development. 

Employees can participate in 
the program starting five years 
before their earliest retirement 
eligibility date. This could be 
as early as 50 years of age for 
employees who will have 15 
years of IBM service by age 55, 
or it could be five years before 
a 30th service anniversary. 
Spouses become eligible at the 
same time as employees. 
Eligibility continues for both 
employees and spouses until 
three years after retirement 



Sometimes the best method for 
weighing retirement options is 
to experiment beforehand. IBM 
allows employees, who are 
either eligible or will become 
eligible to retire within a year, 
to request a personal leave of up 
to one year. During that time, 
employees can work part time 
at IBM or work for another com- 
pany, provided there is no 
conflict of interest During the 
leave period, full earnings and 
service will be credited toward 
retirement 

Jommunity Service 
Career Program 

Similarly, other IBMers may 
view retirement as a chance to 
launch a second career in com- 
munity service. The Community 
Service Career Program 
enables employees to work 
full-time with community-based 
organizations upon retirement 
from IBM. 

Under the program, retirees 
receive full IBM retirement 
benefit? and a portion of their 
final salaries for up to two years. 
Participants have accepted posi- 
tions with organizations that 
address such hard-pressing 
issues as AIDS, illiteracy, affirm- 
ative action, unemployment 
and substance abuse. 
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Tecnnicai Academic 
Career Program 

For technical professionals, 
pursuing an academic career 
after retiring from IBM may be 
a viable option. The Technical 
Academic Career Program 
selects such candidates on 
the basis of their technical 
backgrounds and academic 
qualifications. 

Employees in this program 
accept full-time teaching, 
research or administrative 
positions at post-secondary 
schools in engineering, 
physical science, computer 
science or information systems. 
Upon approval to participate in 
the program, the employee re- 
tires and receives IBM retire- 
ment benefits, and a percentage 
of their IBM final salaries for up 
to two years. An employee may 
also qualify for relocation assis- 
tance to the geographic area of 
the school. Since the program's 
inception in 1984, more than 250 
IBM employees have accepted 
positions at such colleges as 
Stanford University, Florida 
A&M and Massachusetts Insti- 
tute of Technology. 



Spouse Relocation 
Assistance 

When an employee transfers to 
a new location, it may mean an 
adjustment for the entire family, 
especially for a spouse who has 
a well-established career. IBM's 
Spouse Relocation Assistance 
program can help the process 
go more smoothly. 

The spouses of IBMers can turn 
to approved career management 
consultants for help in develop- 
ing skills, preparing resumes 
and tailoring job plans or can be 
reimbursed for up to $1,000 for 
actual expenses related to job 
searches outside of IBM. In 
addition, an employee's survey 
trip to the new locatio'a may be 
extended or an additional trip 
for a spouse may be approved to 
accommodate his or her job 
search. 

Also, under the program, 
spouses who are IBM employ- 
ees receive priority consid- 
eration for placement and/or 
employment at the new location. 
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For many IBMers, having a bal- 
anced life includes community 
involvement. IBM offers spe- 
cific programs to provide these 
employees with the time and 
resources to actively contribute 
to their communities. 

Fund for Commukiity 
Service 

Many IBMers volunteer their 
time to help nonprofit organ- 
izations or schools in the com- 
munities where they live. To 
recognize and encourage em- 
ployee volunteerism, IBM estab- 
lished the Fund for Community 
Service in 1972. Through this 
program, IBM provides finan- 
cial or IBM product grants for 
specific activities of local com- 
munity organizations in which 
employees* retirees or their 
spouses are actively involved. 
Since 1972, IBM has donated 
over $44 million for more than 
27,000 projects including the 
purchase of electrocardiogram 
equipment for a local ambu- 
lance unit, two-way radios for a 
volunteer fire department, 
sewing machines for disabled 
adults, and physical therapy 
equipment for disabled children, 
and furniture and books for a 
child care center. 



Matching Grants Program 

The Matching Grants Program 
provides another means for em- 
ployees to help their communi- 
ties. Under the program, IBM 
matches, two-for-one, the contri- 
butions that active and retired 
employees and their spouses 
give to eligible colleges and uni- 
versities, hospitals, nursing 
homes, and cultural institutions 
up to a maximum of $5,000 per 
institution, per donor, per cal- 
endar year. 

Colleges and universities that 
receive contributions of $5,000 
or more from employees, 
spouses or retirees during a 
12-month period, can receive ei- 
ther a two-for-one cash donation 
from IBM or a five-for-one IBM 
product donation based on cur- 
rent retail prices, 

A K-12 provision was added to 
the Matching Grants Program, 
allowing employees, retirees 
and spouses to contribute to the 
donation of PS/2 equipment, 
software and courseware to 
eligible K-12 schools. The IBM 
donor contributes 20 percent 
of the retail price of the equip- 
ment while IBM contributes 
the balance. 

Faculty Loan 

The Faculty Loan program allows 
employees to contribute to 
higher education in a very per 



sonal and direct way by donating 
their time and skills. Qualified 
IBMers are granted leaves with 
their full IBM salaries so they 
can teach, counsel or give profes- 
sional support to colleges, uni- 
versities and related educational 
Institutions with special pro- 
grams for minority, women and 
disadvantaged saidents or stu- 
dents with disabilities. Assign- 
ments usually last one school 
year. Since 1971, approximately 
1,000 IBM employees have par- 
ticipated in this program. 

Community Service 
Assignment Program 

Similarly, employees who want 
to contribute to community 
organizations can take the 
necessary time away from work 
to do so through a Community 
Service Assignment 

Assignments can be requested 
by employees, nonprofit organi- 
zations or IBM. Most Commu- 
nity Service Assignments are 
granted for one year with full 
IBM pay. Since IBM started the 
program in 1971, more than 
1,000 IBMers have been granted 
fuU or partial assignments. Par- 
ticipating organizations have in- 
cluded the American Red Cross, 
Phoenbc House, National Urban 
League, and National Executive 
Service Corps. 



More details about these and 
other IBM programs are avail- 
able in the following brochur-L^s: 

About Your Company 
(5502-3801) 

About Your Financial Future 
(S504'0260) 

About Your Retirement 
(S502'3620) 

IBM Child Care Rdcrral S<Tvicc 
(0504^)265) 

IBM Elder Care Consultation and 
Referral Service 
(G504-0334) 

IBM Employee Assistance 

Program 

(0504^264) 

IBM Iiniployee Assistance 
Program Highlights 
(0504-0310) 

IBM [-"und for Community SiT\ia' 
(ZlV4-()()97) 

K-12 Matching Crants I^rogram 
(SV04-0358) 

1990 Medical Benefits 

Announcements 

(SV04'0352) 

Special Care for Children 
Assistance Plan 
(0504-0338) 

Tax Deferred Savings Plan 
1990 Enhancements 
(SV04-O346) 

Voluntary Plan for 
Dependent Care 
(SV04'/J3:i) 
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IBM continues to respond to the dynamics 

of employee needs and concerns in today's 

evolving workplace. Today's IBM programs 
may be modified and expanded for tomorrow to 
meet changing needs, in an effort to keep work 
and personal life in balance. 
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In the Flexible 



by Carrie Gottlieb 




■n the 1980s, many Ameri 
themselves trying to balance thri 
children, happy marriages, spotless hcS 
Their conclusion: Something had ta-\ * 




Now, the 199()s are here, and demogra- 
phers are predicting yet another kink in 
the changing patchwork of American soci- 
ety: the "Sandwich Generation." In time, 
more Americans are expected to be "sand- 
wiched'' between (taring for their elderly 
parents and their young children simulta- 
neously. And if that doesn't sound 
demanding enough, (M)nsider this: Most 
will continue working, for a variety of 
financial and personal reasons. 

How do workers give their all when 
theyVe concerned about Mom, Uad, little 
Sally and Johnny, tonights meatloaf, and 
the leaky pipe in the kitchen? 

IBM recognizes the need to accommo- 
date its employees' changing lifestyles. For 

O 
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^llradjusted! 
a semblance of sanity. 

many years^ the company has been attuned 
to changing demographics. In the late 
1970s, it began testing the viability ot 
flexible work schedules, such as individual 
work schedules and part-time work during 
leave of absence. And in 1988, IBM cn^ated 
a three-year personal leave [)r()gram that 
experts consider to be one of the most 
generous in U.S. industry. 

Recently, ll^M announced yet another 
program designed to help employees bal- 
ance the demands of work and family life. 
Called the Hexil)le Work Leavt* of Absencf^ 
program, it is essentially an expansion of 
IBMs three-year personal leave. Now, 
employees v;h() work part time are entitled 
to enhanced comprehensive benefits, such 



as vacation and sick pay. And, after three 
years of part-time work, employees have 
the option of continuing part time with 
part-time medical-dental benefits, and 
the opportunity to pun^hase full medical- 
dental bent^fits. Before, employet^s eith(T 
had to return to IBM full time after three 
years or resign. Under tlie new program, 
more employees will be eligible for part- 
time* work at home. 

Obviously, there are some jobs that 
don t lend themselves to part-time work, 
or work at home. "This is not an entitle- 
ment,'' says William Colu(;ci, vi-'e [)resi- 
(lent, I'S Personnel. "We're running a 
business. At the end of the day, we (;an t 
grant a leave that doesnt make good 
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Andn^w, in lOHS, n^turncd to IliM lull 
time, liul ai"t(»r llir hirtli DjmicI iwo 
wars a^o. slio cnuldrri >i'r jii«^|r|in<r two 
>nuj|l cliildn'ti and a lull-time joh. '"I was 
ready to resi^rK" ^lic savs. Hut Liuu and licr 
manager, Kd I)(»s(;ain|), were alilc to work 
out a [Hirt-tinu* arranfjjiMuent (hat ruahled 
luT to oontinur working Ironi home Shr 
speoiahzos in storaf^c systems. 

Mnder IliMs work-at-home [jrotrram, 
hum is required to s|)(Mid a minimum ol' 
four iiours a week in tlu* oiIi<'e.'l1ie otiier 
16 hours a week an» spent workiiifr h'om 
homeorvisitin<:<'ust()mers. wlioare fre(» U) 
call her anytime — at liome or tlirougli 
llioniMVlail — and lea\e m(»ssa^n»s. 

Savs l)es(!am[): "I liad a \(Ty hri«^ht, 
hard-working employee who was lorced to 
iiuik<' a ehoi< e helwe^'U a career and ehild 
rearin^i. IliMs lle\ihilit\ meant >he didn't 
kwv to make that ehoiee. Now. the liraneh 
w ins. tlieeuslomJT w insarHl.lill w in>. loo." 

I'hvllis Weitistein. a programmer at 
Kndieolt. N.V., who has \\ork<Ml lor IH\1 
-inee N77. faced th<» >atne dilemtiia as 
hum alter j he had lier second ehild. W Uvu 



W'einstein learn(»(i ahoul tlie work-at- 
home program, she jumjied at tfie oppor- 
tunity, "liv working. Tin r(»maining teeh- 
nicallv vitalT sIh» says. ''And I'm oiferinp 
som(lhing to IBM heeaust* I already have 
the skills needed to do myjol)." 

While (he new part-time options will 
<'er(ainly hel|) IBM reducje employee lieatl- 
eou!i( a( a lime when that is a priority, it is 
important to keep in mind that the com- 
pany also retains valuahle workers sueli as 
Lum and Weinstein wlio wouhl liave 
resigned. 

The program is (i(»sigiu»d to help rm^n as 
well as woHKMi. By making these options 
available to ev(»ryone who is (jualified. 
pt»ople are (^xpected to participate for a 
\arietv of reasons, including the desire to 
iio hack to school, or to do more v(dunte(»r 
work. Som(» cmploy(M\s may ultimately use 
the program as a hridg<* (o re(iremenl. 
gradually windingdown their hours before 
l(»aving altog(»tb(T. 

"*Kverything w<»'re doing luTeT sayj* 
C.olucci, 'Is for tilt* business in the year 
20(;()-and beyond." □ 



l)usinf»ss sense," Still, (hen* are |)len(y of 
jobs (ha( can be done efficiendy on a par(- 
(irtH* basis, soim* even a( home. Onlv non- 
managem(Mi( \r\v\ jobs are eligible for 
par(-tim(* work. 

)ur is (o be as ilexible as we can 

be in responding (o (he needs of our em- 
plovees,'' says (iolueei. "*'i'liis is par( of our 
s(rategy (o become (he (employer of (*hoice, 
to ensure (ha( more people would radier 
work for IBM than for anv o(her company." 

For Jill hum, an advisory sys(ems engi- 
neer in (he Sea((le (lornniercial Branch 
oHiee, wlio has been wi(h IBM for 12 years, 
the oppor(uni(v (o work from home in a 
pilo( program has been a "dream " Six 
m()n(hs af(er Lum had her first son. 



Key Benefit Highlights 



With the in(roduction of the Flexible Work Leave of Absence program, a benefits 
program has been developed to address the needs of an employee working 
part time for an extended period. The coverage, including time off for sickness, vacation 
and the availability of the Tax Deferred Savings Plan, is an improvement over the benefits 
offered to those working as supplemental employees while on Leave of Absence. 
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FlaxIblaWork 
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YES 


YES 
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Sickness and Accident 


NO 
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Tax Daffarrad Savings Plan 


NO 


YES 


YES 


Employaa Aaaiatanca Program 


YES 


YES 


YES 


Child/Eldar Cara Rafarral Sarvicaa 


YES 


YES 


YES 


Earnings Usad to Caicuiata 
Cora Rallramant incoma 


Full-Tlme 
Earnings 


Part-Time 
Earnings 


Full "Time 
Earnings 
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NO 


YES 


YES 


Tuition Raffund 


NO 


YES 


YES 



Nota: While the benefits offered to those participating tn the flexible Work Leave of Absence program 
are comparable to those offered regular full-time employees, the number of part-time hours workBd will 
determine the actual coverage for programs such as Vacation and Sickness and Accident Income. 
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Child 
Care 
Comes 
Of Age 

IBM takes 
a lead rolp 
in promoting 
this much- 
needed service. 
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SPECIAL REPORT 



Child Care 
Comes of Age 



hv ( aiTic ( Mtttlifl) 




efore Linda Persson began car- 
ing for infants professionally in her Rochester, Minn., home, she received 
many calls from mothers desperately looking for quality child care. 

"Some mothers were in tears because they 
had no place to leave their infants, and 
they had to go back to work," 
says Persson, who was caring for 
children over the age of two-and-a-half. 
l had to turn them away" 

She doesn't anymore. Last summer, Persson began 
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models more than 



tliry need critics.^ 



/ fi-itt ll rsMl\ l^^ 




•.|)(M i<ili/.inir in iiilam can'. Willi n\n\\r\ 
from liw IBM lund ihal is (icsij^nt'd Ummm' 
ilic >h()rlairc ol' micIi can* in KocliohT. 
\T'^><)n \\a> m l)u\ rri[)>. hifilicluni-, 
inlaiH -«ral>. a in»: and 

. In rclurn. >\\v ivj^rmi to Ixmmmiu' an 
iulanl-c an' |>n)\i(ljT lor at K'a^l llirct' 
\<*ars. ami U) »ri\t' |)rinritv lo ihc cliildn'ii 
r IKMtTs when sh;» has ()|M'aiM;is. Similar 
I KM luiuiini: uas ^'wru In (»ltuT iaianl- 
can* |)n)\ idtTs iti Horht'SlcT, 



IV IliM in ihf* ciiiid-ran' husini's>y No. 
Hult'i»:hl Nvarsa«:u itu'conipaaN ua> 
(|ui( k to {zrasp ttu» irnportaiicr <){ 
(|ualit\ child can', and it> impact on tht» 
workplace. Xnd IliM ha> >incc hcronic a 
leader anw)'^*: I .S. corporalioiiv 
pn)\ idin^z lnnd> and n'>oiirc<'> to 
a>si>t in >ol\ in«; the »;n»\s ini: < hil<l- 
care cliallcn^^c in \merica. 

Xeconiinj! to the I .S. Bureau 
{\\ l.ahor Statistic. ()1.() percent 
of all children liave a niothtTuho 
is in the lal)or lon'c. Bn the \ear 
2000, the mitnl)er Is expeeti^l to ri>e 
to T.") pen^'nt. About halfol all wonuMi 
w itli childn'n under the a<:c ol anc eur- 
n*ntl\ work. 

Tlie nunil)er ol uornen uorkin*: at 
IliM I s incn*aM'd siiinilieanlly a> well, 
and ><» ha^ their nc<'(l lor chihi rare. La>t 
\ear. uomeii made up 2^12 pen c'tit 
ol the companvV work lon e, up ln)m 12.. 
percent in nHi2. 

NationalK. the is>ne of child can' ha> 
hccome so pressini: that ( M)n^zre^> la>t 
\ear passed letjislalion that set> a pnM'e- 
dr*nl l«tr improvinfi quality standanls/riie 
aw, the lirst e(HTipn*henM\e child-can* 
efrislation since \\t)dd War IL pni\ i<le> 
$.^) l)illion over years in hlock <rranl> lor 
-.rates to erdiance child-can' pr()<!ram>. 
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Shane Dalziel had a swinging 
time at the Town of Essex day camp 
near Burlington, Vt., last summer. 
IBM's fund helped the camp expand 
to a full-day program. 




After a day at Camp Greylock in South Hero. Vt.. 
Nathan Brunerjeftand brother Travis head back to 
the Greater Burlington ymca. 



\n(»ll)«T $18 ImIHchi ()\«t r) \rars in tin* 
form (»r liix crrdits nilncatrd lor poor 
faniilics. Nntioiu\ 'uU\ millions of child rrii 
and their parents an* <»\[)<M'ti'd to 
lu*||M'd 1)\ tlir jrrants and tax ( nMlit>. 

hi 1*)H \. IH\! was tlir hrst corporation 
in the I nitrd Slates to estal)lish a 
national eliild-care resourct^nid referral 
n( twork lor \ H\\ |)a rents. The ser\ ice. 
adniiniMercd h\ Work/I ainiU l)irection>. 
a B()Mon-l)a>e(l consultin«i firm. >ince 
l)een us(mI 1)v more than I-.kOOO faniilie>. 

Tlien* was one major hiteli. ho\\e\er: 
(loinitninities oIlenMl a n*al jiunhle ol 
ineon>istent clnl<U< are options. IIUl re( - 
ofiniziMl tlial a >tr()n<: inlrast ructure \\a> 
needed to pro\ ide hetter services — and 
more ol lliein. 

Oner a^Min enlisliiiir \\ork/l\nnilv 
Directions. in late estahlislied 
a unique, live-year. million pro«rram 
to iner<*ahr the suppiv and (piality ol Child 
care in coninumities where lUMers li\<* 
and work. It is tlie larjie^! amount of mone\ 
hv'iw^r spent on <-liihl care in (he I nited 
Slatc> l)v an American eorporalion. 



Savs I'Van Sus>ner Hod«rers. |)n*sidejit 
and lounder<il"\\ork/lamil\ Directions: 
'The unique contrihution ol IHM s limd 
i> that it ad(lres>e> multiple child-care 
|)r()hl<Mns in a community at one lime. I'or 
parerits to work, there has to he infant 
care in hom<*s: capital >o that cenlers can 
e\ist: sunmuT camps and other profirams 
for when school is out.** 

\fter assessinir the needs of communi- 
ties. \\ork/l-'amily l)in*ctions administtTs 
monev from lUM s l'un<l to child-ciin* 
centers, individuals like Linda IVrsson 
who can* lor children in their homes, 
and connnunitv-has(Mj orj^anizatiotis like 
the ^ 

has alreadv awarded $ 1.3 million 
to 13 proiect> of \ar\ inir si/.e> in 20 1 .S. 
cilie>. \ >ijrnilicatil portion ol the mone\ 
will he used 1)\ child-care professionals to 
huild li\e (ja\-care center> in communi- 
tie> with larjie populations of nnter>. >uch 
a> (Charlotte. N.( L (/aithershurj:. Md.. 
l)alla>.T<*\as. and \\e>tchester (lounty. 
\.V In som<* of these communities. \\\\\ 
w ill he teaminjr up w ith companies like 
MafiuircTliomas Partners and IVpsi-C.ola 
(!o. to >hare >tart-up co>ts. Outside lirms 
specializing in child <'are will ow n and 
operate the ceiUers. 

\t the I niversitv Hesean'h Park 
in (iharlotte. for example. IliM iscommit- 
liui! SoOO.OIH) to join \merican Kxpress. 
I )uke Power ( !().. and the park s dcNclopcr 
to create a larjze da\-care c<*nter that will 
>er\e emplo\ees from each eompauN. 
IMMcrs will he entitled to ahout 30 >lot>. 
iticluditi}: infants and preschoolers. 



Last vear. IliM s fundiiiir enahled the 
(Greater 15urlini:U)n. \t.. ^ Mr. \ to 
expand its after-school projrrarns 
to more locations. lUM funds also helped 
the \ \\( : \ extend \\> sunuTier day-camp 
hours to a<'cotmno(late parents wfi(jse 
M'hedules were aflef^ted hy lh<* Hurlin<:t(m 
plant*s 12-hour workda\. 

In San Jo>e. (ialif.. IBM's fund helped (ex- 
pand a stnnmer ;>ro^ram at a pnhlic >chf)ol 
located within one mile of IBM *s main sil(\ 
Vceordiii}: to child-can* profosionals. 




Archery was one of Nathan 
Bruner's favorite activities at 
Camp Greylock. 
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Bright Horizons director Susan 
Bloom with one of her charges. 
Allen Simmons, in Eimsford. N.Y 




Katie Fitzpatrick pops out to say 
"hi" at Bright Horizons. 
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Four little Indians at a Thanksgiving 
party at Bright Horizons. 




Time ou! for an appie: John Flagg, 
left, and Gregory Hinzo at camp in 
San Jose. Calif. 




Arts and crafts at Camp Greylock: 
Camper Rachel Bertsch, right, 
gets her creative juices flowing. 
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\r\s ('nni|)aiiit'> in ihr I nilrd StiUr> Ikin*' 
liikni on a nmrr lu Uw lrii(i<'r>lii|) rol*' in 

lirlil. l(5\r> ctMnfiiuniu-haxMl pro- 
^ri\n\ \> >rru a> nnr of ihr ino>l rn'ali\t' 
wavs to cnliancc ilic (]ualit\ and inipor- 
lancr ordiild carr. 

"lim's innd i> an aina/.injz (MMUinil- 
nicnt." >a\s VMru (;alinsk\. ('(j-pn'sidciil 
of \hr l'arnilir> and Work ln>liuiir. a N«'\n 
V)rk nonpnilit n'>t'an'h lirrti sprcializin^^ 
in work and larniU is>u('>. ** \nd it > ini- 
portanl lor tliis country." 

\rlrn<' Johiixm. projrram director oi 
work force research at the ( ^onli'rence 
Uoard. a nonprolit research orj^aniza- 
tinn. a<:rees. "The la*'! that eoun>el> 
einplo\ees. h('l|)> tlieni learn ahout < hild- 
care standard>. and works with local com 
nuifiitio lo increa>e the >u|)|)l\. aciualK 
>tinudat<'s the nuirk<'t.'" >he >a\>. 



Man\ tli\l |)arent> helie\e tin 
tu(»ne\ i> hein*: well >[)ent. The 
support Linda lVrs>oti recei\e( 
for example. u»ade it easier lor 1 )el)l)ic 
I'oetren to return to work lollow in*: the 
birth of lier daujihter. Kellw 

"I liked tlu^ fact that Linda wa> s|)ecia 
i/.in*: in infants, ratiu'r than watchinjr 
kids of all ai:e>.'rhat wav. Kell\ could 
n'cei\e nioR' indi\ idiial attention, >a\> 
1 (M'«£en. a te|ec(Munninication> > 
at lliM Rochester. I'or her part. \\ 
>a\s >hes not >tin' >he nould ha\< 
>w itched to infant care if she h 





recei\e(i >Mppori trf)Ui >ine<' the 
cril)>. hifih chair> and other il<Mn> 
required a si/ahle in\estnient. 

i Jiervl HruruT. a sin^^le mother tw(> 
>ch(M)l-a';e sons, works lonj: hour> a> a 
>eni(ir pr()ce» specialist at the Uurlinjiton 
|)lant. La>t sununer. lakinj: ad\anta<r<' ol 
the extended hours pro«:ram at the 
(Greater liurlinjilon ^ \!(.\. >h<' hroujiht 
her sonsTravis <md Nathan lo lUM with 
her at 7 a.m.. wliere they were picked 
hv a \ \U . \ \an. rhe\ spent the (ia\ at 
camp, ale dinner and were read) lo ^o 
home at 7 p.m. when she left work. 




>\i\rr liriiMiT lia> joint (•ii>1(mU ol 
N.ilhnn and "I"ra\ i> w illi Ikt r\-lui>lKnnl. 
-lu* iu'imIimI tlir MT\ (Milv lour davs a 
niunih. Ii nii(;lu ha\t' Urrw ditlicult for 
UrV to tiud tliat llrxil)ilit\ rUrwluTr. 

{\]r (li'inand lor rull-limr child rarr 
in liurliit«:lon, "(iood da\ cnrr i> a l)l('>>- 
iiij;.** >a\> lirui]rr. "ItVii lot lo worrs 
al)ont.** 

Wuiir I'.rirloon. a ttwirkdiiii: manamT 
in tlir llo.u>tori. lr\a>. I .S. Markrliiiir 
A S(T\ ires INd)lic Sector hraiu li ollicc. 
iimmI lirr own initinti\c to ohtain IHM 
liiridiiiir. I lrart>llonic. the da\-can' 
renter that [ler 2-\ear-old son Heed 
.itteiMl>. wanted to expand its phu^round 
luit \\a> >t rapped lor hinds. So Mriek>on 
and I! ■art>llonie Director l\a\ \lhrecht 
-nlnnitletl a pro|)o^al to Work/ l aiuiK 
l)ireeti(ni>. I he\ rec<*i\cd *S').()l)i> and two 
per>onal eoni|)uter> lor the children, in 
return l(»r |)relcrenlial ern'olhnent c(m>id- 
eration lor im:er> when I leartsHoine 
lia> o|ieninir>. 



FnuM a larj;er pers|)ecti\e. Ilt\!'> 
child-care initiati\e lia> >er\ed a> a 
model lor otiier corporations lliat 
ackr)o\\led«re th<' ikmmI to help einplo\ee> 
Inni >ale. nnrturie.i.^ en\ irnmnents lor 
their childn'ii wliile thc\"re al work. 

Sa\^.|ohn>on of the (ioiderence K(»ard: 
**H{\! ha> >tre>>cd that itVnol ju>t accoiu- 
niodatiiii: <'inplo\ee> to Im' nice, hut that 
it want> to he here tomorrow. \nd if il 
(loe>n t want to take a hath on emploNcc 
lurno\er and att rition. itV«:ot to do 
MtmctliiniT. * 

ln<ieed. pro<hicti\ it\ i^ mncli liijiher 
when emploNco arc n<jt worrvin^ ahnul 
their chihlrcfi. \ H)H7 Uo^ton I ni\ersitv 
Miid\ of two New lln«rland compani<'s 
lound that 2.1 pereern orem[)lo\ed par- 
ent> were ahno>t constnntK worri<*d 
al)ont their kid>. 

Otlirr research indicat<'> tliat wlien 
citild-care arrangements hreak dowri. 
parents are more likeK to ha\e stress- 
related liealtli prolih'ms. such as shortn<'sh 
of l)r(»atlt. and l)aek or nrrk pains. 
I'lteN also tend to drink more ah olioL 



-moke moi'e ci«raretles. oxereat or 
lake tratupiili/ers. 

Since most da\-care centers and indi- 
\ idual pro\ iders will not care lor sick 
children, parents sometimes leel tlies an' 
loreed to miss work, \hsences cost com- 
panies hillions of dollars anmialls. In a 
siir\e\ ot cinploNci's se\eral sears a<:o. \ 
found that ()0 percent of those w illi chil- 
dren under the aire of 1 1 missed at least 
i da\ ol work aiunialU due to a cinld's 
illness, and M) piTcent missed .{ da\s 
or more. 

Tefi (ihilds. |)n)irram director of llUlV 
\\j)rk/l .iic Programs, which o\ersec> the 
child-care fund. sa\s that s|)ecial lacilitics 
lor ^ick children will \ )c axailahle at some 
t>l tile new cenier> lUM is lie||)ini: to huild. 
"\\c arc trv in^ lo de\elop |)roi:rams that 



'\4s you arp at seven. 



so you are at seventy. 





will help parents halance the on«:oin«: 
demands of lanuK and work, he sa\s. 
M'lexihie chil(l"cai*e arran«:ements are part 
ol tliat e(p]ation. ' 

The cost of not proN idin^ (pialitN care 
<:oev he\ond mom^N. and riirlit to the lieart 
ol a child's inlellectuaL (Muotional and 
social (leNclopment . 

Siudics liase found that when children 
are asked rpicst ions. enc(»urai:ed to ex[)ress 



Counselor Sarah Hinks with Rachel 
Bertsch, center, and brother 
Brian, paddling their boat ashore on 
Lake Champlain in Vermont. 
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'(%'rishin^(lul(lron 



is liw mark of a 



Joan (lunz (\»tnv\. 
< ii'finiitiltT tif "( lulthvtis 
li h'i tsmii It iifltslntji. tmti 



ihrmM'Kc-. ;hi(I .uv ;irii\*'l\ iii\u|\r(l in 
rnns'ulrralr and surialK (|iArin|HMl llian 

I rhildrrn ulm an' nol >uniulal«Ml. \ (|ual- 
il\ |)r«'^<*lnH)l rdncalinn ptvparr- a <"hild 
iur kindriLMrtcn and bcsnnd. 



Sinr<« i\\()'lliird> ul all ni»ah<M> nl 
|)n'M lnM)lrr< in thr I ni.rd Slalo 
aiv ('\|)('(M('d U) Ix' \^ni. I^^^'"). 
.rood child carr i> \ ital. ( 'urrcntlv. ninrr 
ihan 1 1 million children nnd<T ihc Aiir ol 
i) \\'A\r \\f)rkin<: niolhrr^. and [\\r niajnritN 
ol lhrx' < hildrrn arc canMl lor h\ non- 
rrlali\c-. either in a da\-carr cmler. in 
ihetr (»\\ n home or xnnrone ei>e> hotnr. 

I )rv|)iir ihr intporlarirr ul rliild can*. 
huufAcr. il i> one ol liie lowevt paid and 



nnder\alned |Mdle>-ion^ in I nileil 
>(ale>. In I tanee. lor <Aani|)ie. tlie l'o\- 
ernnietu oH<m> prex hool leaeher> a irei* 
education and tnode>t li\ iriL' allowance 
wliik die\ <lud\. In n*(nrn. n<*u leach<i> 
promise lo teach lor li\e \ear> alt<T«irad- 
nation. in tin* I nited Siale>. the a\<'ra«re 
waL^e r<ir |)ro\ iders i- So..'^,') iu\ \univ. \nd 
lurno\er amon^ \\ork<TS i> rampant, 

i'.ilen (ialin^ks ol the i"annrn*> and 
Work ln>tiUite >a\s IliM s proiiram lui> 
helped improve the morale ol clnld-care 
uorker>. **lt ha^ heeti a heacon ol liop<' lor 
pc(>|)ie in thi> lield." >he sa\>. "The com- 
mitment ol I HM and olliercorporat!on>lKi> 
<Micouraa<*d people to slas and make tlie 
>iuialiorj better rather than jump >lnp. 
Su>an Uioom. director ol i^rijjht llori- 
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For rAiropean Kids/Fhis Is 
Vll Nothing New 



France, Sweden and Germany 
are often cited by chiid-cara 
advocates as leaders in offering 
generous parental leave 
policies, flexible work sched- 
ules and quaiity child-care 
programs. 

In Sweden, with the highest 
proportion of female workers in 
Western Europe, new parents 
receive 90 percent of their sal- 
aries for the first year of leave. 
In Germany, women receive 
14 weeks' leave at 100 percent 
of salary, and partial salary 
for the next six months. France 
offers 16 weeks of leave at 
84 percent of salary, up to about 
$2,000 a month. 
By comparison, the United 



States is one of only a handful 
of industrialized nations without 
federal laws governing job-pro- 
tected childbirth leaves, In fact, 
last year, after legislation that 
would have provided 12 weeks 
of unpaid personal leave was 
passed by Congress, many 
companies lobbied against it, 
and President George Bush 
vetoed it. Nineteen states, how- 
ever, do have varying parental- 
leave policies. 

The tradition of social welfare 
programs in Europe contrasts 
sharply with the U.S. view that 
mandated benefits tamper too 
much with the free marketplace. 
Europe's child-care policies 
were designed to protect 
women's contributions to the 
labor force and to support 
their need to balance work and 




family responsibilities. During 
the past decade, European 
•'maternity" policies have 
expanded to include "parent- 
ing" benefits for fathers. 

When it comes to having 
high-quatity standards for child 
care, France is often cited by 
experts. French preschool 
teachers hold the equivalent of 
a master's degree in early child- 
hood education and elementary 
education. The directors of 
child-care centers are pediatric 
nurses with additional training 



(/ ///r KisKi ( iUi- ( t tllci lit 

>ir('(h'n. In (ul l<'<n her Wdl 
\(ii\ (nilmin jnil^ m snturtfttill 
nine inlli >nlm KA/ssn/f. 
Rdsiniis llfinsinn m aiul Imlrni^ 
Jnciisdil. 



in public health and child devel- 
opment. Workers who are 
licensed to care for children in 
their homes are eligible for a 
pension like other salaried 
employees, paid sick leave and 
other benefits not available 
to their U.S. counterparts. 

Preschool for children ages 
3 to 5 is free in France. Although 
attendance is not mandatory, 
just about every child attends, 
even those whose mothers uo 
not work. 

Slowly, American parents are 
beginning to receive the leave 
policies, tax deductions and 
other kinds of support that Euro- 
pean parents have long enjoyed. 
These changes are being 
driven by those corporations 
that recognize the growing 
number of dual-income parents 
in the work force and the need 
to retain them. 



Communities That Have Received or Will Receive IBM Funding 



New Networks 
For the Elderlv 

In addition to the $22 million 
child-care fund, ibm us has ear- 
marked another $3 million to 
help employees and retirees 
care for elderly relatives. In fact, 
based on demographics, elder 
care will probably emerge as an 
even larger issue in the future, 
as more people live longer. 

IBM's $3 million fund is help- 
ing establish new support pro- 
grams and expand existing 
ones for employees. It is a fol- 
low-up to the elder-care referral 
service that ibm established in 
1988 in conjunction with the 
consulting firm Work/Family 
Directions. 

One of the new elder-care 
programs underway in Atlanta, 
is a ''buddy system" of sorts, 
where elderly relatives of 
iBMers who do not live in the 
area are matched up with 
corporate volunteers who do. 
Volunteers visit and help 
with chores. 

Rob Evans, a systems 
engineer with US Marketing & 
Services in Atlanta, was the pro- 
gram's first volunteer. Several 
years ago, before Evans* par- 
ents passed away, they became 
critically ill simultaneously, and 
he had to take care of them long 
distance. Evans sought help 
through ibm's elder care referral 
service in Atlanta. Now Evans 
wants to give something back. 
'This is something Til be doing 
for a long time " he says. 
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(cotuimicd from puili' 7} 

/.(Hl>— ;i rliii(l-c;ur rriitcr in Klm>lonl. 

N.V. ihat >rr\rs nunv 

tamiru'>— Ikis had her >lian' ul |)ul(l<)s\n> 

>iMr<' (Mitcririi: tlw \\M more lliaii a 

(Iccadf airo. She >av>. "I'xc had ()an'nl> 

^a\ In me. 'Vm'n' tml Icarliiui: m\ l)al)\. 

MHirr ju>l ItTdiiiir and cliaiiiriu'r liim. 

Mm a \ l^it U) Urijxlu llnri/(m> would 
-Irow that tliat i> lar Inmi accuratr. 
'I'hr ct'iiicr. which >rr\('> cliihh'cn Ivmu 
1 iiMnilh.> U) .') \ra!> ot air<'. i" '»|H'n. air\ 
and hllrd w ith M-hcthdrd actix ili('> 



DariciH' licmu'd. an lUMrr. tako 
\\rr iidaiit daiiiihtcr. \l»'\a. tluMv 
('\(T\ (lav. '"W hrn \l('\a arrixcs in 
th»' morning ^hf >(|in'al> with dcli^^lit. 
>a\> RcuiH'tt. a >('uiorM'cn'tar\ uitli tlir 
Tlioina- .1. \\at>nn Rr-catch (iciitrr. which 
ha- nihco live minutes awa\. Urunctt > 
hu-hand. Philip 1 lollMTt. w(>rks lor lli\lV 
KcM'arcli l)i\ i>iuu a> an a»()cialc cniiinccr 
in V)rkt()w 11 I lcii:lit>. N.^ . 

I cllow iu\|cr> Paul and \ni\ i 'Ku\ii 
aUo >cud their dati^litcr 1a nu. 3. to 
Uriiiht llf)ri/<m>. I \) hdnrcdawn and on 
the road hv 7:.'5() a.m.. the (!hanir>' daily 
routine, like liennettV and llolhert*-. i-- 
the t'pitori'" or the !)ii>N modern lamiU. 
I*aid. a de\elo))m<a)t enfzitieer manaiier in 
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In some of the abovcj communities, there may be fundtng 
for more than one program in each category. 



!<<'>eareh. and \m\. a Mall proiriMimucr in 
Hc>earch. prelcr <endiu<: tlieir tlaii^^iUer 
to a center < lo>e to work >o lhe\ can drop 
in at luuchtime or «:et there (piickK in 
ease ()l an emer^^encv. 

Not lon^^ alter Uri^^ht li(»rizon'- opened 
in \pril. it wa^ completeK Idled. In reiorii 
iorprioritv enrollment c(Mi>i(leratinu lor 
eniplo\<-e>. i> pro\ itliiii: the center 
w ith three personal cimipiiier^ lor the chil- 
dren and aceredilatiou lee- to meet the 
hiirh <pialit\ >taudard> -ei h\ the National 
\--ociation lor tlie Kdueatiou ol Ymn^^ 
i :hil(livn (\ ). Iim*- hmd e(»\er- 
\ ac(a-editation U-''> M other da\- 
care center> around the cnunlrw 

\H\\'> main concern in all ol' ihi>. 
oh\ iou>l\. to help emplo\ee> manaiie 
their li\e> >o the\ can he productive. 
To that ('ud. the compainV $2ll millioti 
ehild-carc proj^ram i> jn>t part o\ a 
larjrer packajre. 

oirer> a three-yar persotial 
leM\e. and a llexihie working: M liednle 
that expert^ consider to he anioP.|i the 
he>t in I .S. indu.«^tr\. 

But in helpinjrto huild a national inlVa- 
-tructure. IHM ha>alM» taken a lonj:er\ iew. 
and tried to an>wer a na|i<j[in«r (pie>linn: 
11" children don't reeeixe the hest po^ihle 
care tod«i\. how will tlie\ he pro(liicti\<- 
nicnd)er> ol tomorrow V work force.'' 
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On the Home ItohI in Asia/Pacilic 



Today, 92 percent of Japanese 
women with children under the 
age of 4 are full-time homemak- 
ers, according to a Fortune 
magazine survey. But times and 
demographics are changing. A 
declining birthrate and longer 
life spans are producing an 
agmg population and a labor 
shortage. 

Women, who once resigned 
from their jobs as soon as they 
married, are now staymg in the 
work force longer, making child 
care a more pressing issue. 

Japanese law allows women 
six weeks of unpaid leave 
before birth and eight weeks 
after, ibm Japan's maternity 
leave program is more gener- 
ous. Women receive seven 
weeks of paid leave before giv- 
ing birth, and eight weeks a'ter. 
Mothers who have been with 
IBM for more than three years 
can take an additional year of 
unpaid leave. 

Recently, ibm Japan instituted 
a telephone referral service that 
provides families with informa- 
tion OP child-care certters. 

By law, mothers who return to 
work are entitled to an hour off 
each day. In addition, ibm allows 
these with children in nurseries 
to leave work 21 minutes early 
to pick them up. 

In a recent survey, ibm Japan 
found that half its full-time 
employees who opted for one 



year of maternity leave returned 
to **ieir jobs. 

Still, the pressure for women 
to stay home is great. Helping 
their children progress through 




IWvakinii ilw mold: iliMrr 
\orik(> Ihzaki. left, hrin^is 
(lait^furn \Uirik(i to nursirv 
school in Kaiatsdki. hpan, 
Tcnrfur Shizuc Hata. ri^'fit. 



Japan's highly competitive edu- 
cational system almost cer- 
tainly wins out over having a 
high-powered career. In Japan, 
a child's educational grooming 
starts In kindergarten and is 
rarely delegated to relatives or 
child-care facilities. 

In Australia, the government 
administers and subsidizes 
about 80 percent of all child- 
care facilities. Parents can also 
opt for private centers, individ- 
ual day-care providers or 
nannies. 

To assist employees who 
work at its suburban Cumber- 
land Forest headquarters, ibm 
Australia recently contributed 
$265,000 to establish a govern- 
ment-run child-care center 



nearby. Each year for a period of 
8 yearsJO places wil be 
reserved for iBMers. 

Australian law allows new 
parents one year of unpaid 
leave if they have been on the 
job for at least one year, om 
Australia, tike ibm u:>, also offers 
new parents a three-year 
extended leave that includes 
one full year of unoaid leave, 
plus two years of part-time 
work. 

The program has been 
extremely successful in retain- 
ing employees. Says Janet Tep- 
psr, a program manager with 
IBM Australia: 'M was reluctantly 
considering giving up work so 
that I could spend more time 
with my daughter Sophie. When 
IBM introduced the extended- 
leave program, I leapt at the 
opportunity." 

Tepper wasn't alone. Cur- 
rently, 31 women are participat- 
ing in the program. The number 
of employees returning to part- 
time work after a year of child- 
C3^e leave has dramatically 
increc'sed to 90 percent, up from 
10 percent before iht program 
was instituted. 

- John Back 
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A Chan;:;in^ >S'ork Force 
()\(T \\w pasi s('\(»ral \<'ars. tlic profile* ol* tlu* 
\iii(Tican work lurcc lias chanjrcMl (lraniali('all\. 
TIk* "In pica!" \nicricaii familN is mon* iikcl\ 
to he liea(l(Ml l)\ a lather and a mother who hoth 
work outside the home than h\ a father who 
handles respotisihilities at work and a niotlier who 
takes care of th<* tun^ds at home. In fact, more than 
lialf of all mothers in the I nit<'d States return 
to work hefor(» their children rc^aeli the afre of one. 

Kmplo\<Ts and emplovees. alike, are havinj: to 
adjust to tlies(^ elianpn^' demojrraphies. hor 
tMnplovees, inanajiin^ their work and lamilv 
resp()nsil)iliti(\s has heeonie a constant ju^^lin*r 
act. lor some. itV a matter of litidin^ and 
providinjr appropriate* care for their childriMi or 
elderl\ relatives: others ma\ iieed support coping 
with familv IkmIiIi crises: still othiTs simply 
n(M'd time for personal ohli^rations that can hest 
l)(* scheduled duritif: the workwet^k. 

IliMs I niled Stales po[)ulali()n of ahout 2()0.()(H) 
emplov(»es at 250 locations in 50 states, the District 
of (;ohmd)ia and Puerto Rico closelv mirrors the 
I .S. work f()rc(» at larjic. I'or example: 
• 'r\v(*nl\-five years ajio, only 13 pcTcent of the IBM 
work forc(» were \vom(*n: today; women account 
for nearlv 30 percent of \\w IliM [)0[)ulation 
and will account for approximately one-third of 
the comparkVs population hy the year 2000. 
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• Vcconliiifi: to a special IIJM survey, ricarU 00 
[XTcctil ol" IBM s employers arc* tTUMnlxTs ol" 
(liial-itH'omc lioUM'liolds and more tliati T) [xTcctit 
arc sinjilo parents. 

• l{()U<zlil\ one-tliird ol' eni|)loyees provide s*)nie 
care lor older relatives, Ki<;ht percent ha\c 
ciderix dependents; and I percent have elderly 
dependents livint^ with them. 

• \ppro\iinatelN 'M) [)ereetit ol employes ha\<' 
children under 18 livinjr at home wlio need 
super\ ision. 

The responsibilities I'ormerlN handled by a spouse 
who vasat home lull time ba\e not di^ap|)earcd. 
Instead, tliese responsibilities nuist now 
be bandied alone I)n a sinjile [)arent or divided 
l)etwcen two [)eo|)le wlio l)Otli work lull time. 
Tb(» individual eireunistances mas vary, l)Ut o\<'rall. 
emploNces are ehalletifzc^d in tluMr need to balance 
their work and [XTsonal li\es. 

IBM's W'ork/I.ife Strategy 
Kmplovees <*annot he c\|)eelcd to conlitie tli(»ir 
concerns about their personal li\es to llie liome. 
Tbev brinf; these worries to tlu* workplace, 
Kmf)loNees w bo do not receive tlie support tliey n(»cd 
inav lind it difficult to contribute to their jobs lo the 



extent of tlieir abilities or to tlic extent tlie company 
reipiircs. As a result, c()mpani<'s tllal don't try 
to ae(M)nimodatc (»mployees ()ften pa\ llie price in 
liifilier absenteeism, lost produclivitN. less relial)ilitN. 
and tlie inability to retain talented emf)loy<*es. 

Kesearcli su<r}rests tliat employees wlio are <;i\en 
more fle\ibility in tlicir liours and workinji 
conditions ^ivo l)ack even more in return. W itii 
fewer stresM's awav from the jol). cnipioNees tend 
to work harder, more producti vels, and with a 
t^reatcr sense of loyalty to tlieir companies. 
\ partnersliip between emploNcc and employer 
develops arid ii works lo tlieir mutual benefit. 
It is preciselv this kind of partnership and 
fiexibilitN that forms the core of IBM s work/life 
strate^N. 

IBM's Tradition of Hcsponsiveness 

IBM has traditionally tried to l)e responsive 

to its emploNces and offer tberii the support they 

need tbrou<:b such prof^rams as Individualized 

Work Scbedirles, Leaves of Absence. A Plan 

for Life, Adoption Assistance Program. Kmplovee 

Assistance IVo|zram. Bctircrncnt l'!ducation 

Assi:?tance Plan and Technical Academic Career 

Program, arnon^ others. 

In response to the changing: work force and resulting 
eliange in employees needs, IBM has added n(»w 
work/life programs and enhanced existing ones. 
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I ri(l(T ihr ('\|)arul('(i Individuali/.cd Work Sclirdulc* 
[)r()!zranh (•tn[)l()\('('s will he al)l(' to hc^zln 
tlirir workdas up to two liours Ix'lon* or two liours 
'dhvr the nortiuil locatioti ^tart time cllrctivc 
Sfptctnhcr I. 10^)1: iiu^al break i'lc\il)ilit\. also 
crfcclixr S('[)t(»nil)(T 1. will ctiabh* (wn[)lo\rt's 
to take a tninitruim of 30 niiruitc^s or a rna\irmitn 
ol' two liours lor a m(>al break, wliich <ri\(»s a 
window of time in the middle of th(» workday lor 
[HTsonal ('li()i('(» aetivitit»s. 

'Yhv Kl('\ibl(' Work Leave* of .\bsene(» oilers a new- 
option for I'ull-titne etn[)l()^e(»^ wbo ne(»d a 
reduced work seliedule: the a\ailal)ilit\ of tlu* 
Work-at-Honu* [jrojzram lias been e\[)and(»d to 
i'tn[)lo)ees wbo are on a Flexible Work Least* 
of Absence or are on an a[)[)ro\ed [XTsonal l(»a\(* 
of absence*: and tbe IBM iMinds for l)e|)endent (lare 
Initiatises wa.s established to improse the 
a\ailabiiit\ and (|uality of eliild and (»lder care 
throu<:li()ut country in communities where lliM 
em[)lo\ees live and work, IBM's benefits [)r()}irams 
w(Te also (»xpanded to include a Catastrophic 
dare Assistance Program and a Lon<i-'lerm (^an* 
Insurance lVo<rram to help (»mploye(^s and 
tlieir families co[)e with catastro[)hic rm^dieal 
situations or [)rolonged illnesses that re(|uire 
lonfz-terni (*are. 

The Challenge for Managers 
Km[)loN(»es and manajzers share in the res[)onsibility 
for makinfi these [)ro{irams suc(*essful and (^ffedive. 
The cliallenge for managers will he striking a 



balance between the needs of the business and 
(»niplo\ees* ptTsonal needs, l''or (»xam[)le. wb(»ne\er 
possible. tnanag(Ts should try to a<'eonirnodate 
em[)lovees who want to take adsantage of IliMs 
flexibl(* work arrarig(*nients and wbo meet 
tbe re(|uirenients to partiei[)ate. Howcser. both 
nianag(Ts and enl[)loye(»^ must r(»alize that there 
will be times when, for business reasons, some 
em[)lo\(M»s will not hr able to [)arti(*i[)ate in the 
I'lexibb* Work Leav(» of Absence [)rogram or take 
a [HTsonal lea\e of absence. It is also im[)ortant to 
eonvev tb(» message that em[)lo\ees wbo use these 
[)rograms are not any less committed to their 
eare(»rs. Nor sbouhi the company e\pe(*t any less 
in the (puility of (^m[)loNees* work. lnstea(l. 
nianaL^ement ne(»ds to be flexible and tolerant ot 
how the work is acconi[)lisbed. The [lerfornianee 
standards remain the same. 

Manag(Ts should also keep in mind that an 
emplov(M'*s life eneom[)ass(»s not on In the 
workplace* and tb(» home, but tbe community at 
large. Managers can hol[) interested em[)loyees 
[)ursue <)ther meaningful activities and goals 
through IBMs \arious community-related [)rogranis. 
Kmplove(^s who lead full, well-rounded lives are 
often more productive workers for the simple reason 
that thev feel good about thems(»lves— an altitude 
they bring to work every day. 
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Outlook for the Future 
11 trends coritinue as i'\|)('ct(Ml. tlic nuriilxT 
of uonuii and minorities in tlie work lorce will 
rontinnc to <:row. as will the numl)er ol 
workin<: mothers, (liial-ineorne hons(*liol(ls and 
sin^rie [)a rents. In fact, women will soon represent 
two-thirds ot the <:rowth in the lahor force. At the 
>ame time, the* I .S. p()|)ulati()n, ov(TiilL will 
continue to a^e. I^\ the vear 20(10. Americans o\er 
iv^v 6.1 will oiitniimher those under a<:c 20. The 
need for more siip[)ort and fle\il)ilit\ in the 
workplace will incrcas(\ 

IBM lias taken the initiative to provide its em|)lo\ees 
with si<rnificant flexibility and support in the 
work/life area. Hie com|)any will (^ontinnallv re\ iew 
and ada[)t [)n)<rrams in response to emplovec and 
hiisint'ss needs— pr()<:riuns that will enable 
manafivrs to build meanin«rhil |)artnershi|)>' with 
their em[)l()\ees and enable emf)lo\(M's to hilfill 
tlieir career objectives. lUMV snceess now and in 
the lon<r term de[)ends on it. 

This lssu(\^ Answ(Ts *zi\es mana<:ers an ()\(Tview 
of our work/ life pro<:rams and IBM's stratciz} 
behind them. The (Micloscd brochure describes 
these projzrams in greater detail and should be 
distributed to each em|)lo\ee. 
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Work/Life 
Situations 


Vppiicahic* Options 

( Programs/ Practiros/Othfr) 


(aiidrlinos 


H<'for<*nccs 


\ 1 '1 ti ii 1 n ti 1 r 

l*(TS()iial 
\vriis 


of Ahsoiicc 


I p to three \cars. re\ie\\e(l and a[)|)roved 
annually. I'or extended leaves {\ears tuo 
and three) eniplo\ee niusl l)e a\ailal)le to 
work [)art time. Note: It is expected thai, in 
most eases. lliM will [)r()V'de [)arl-tinie 

< tm »t l/v«-rTii>n t /iiirintr triK 1 1 fTIl^ 1 ill's l)rO(n*M[11 
(in I) l()> lilt 111 OUliIIfi llllr> lllin « 1 iiir> " » • » 

can helf) em[)l()\ees who need time olT for 
dependent care responsil)ilities. 


Managers Manual. .'i-Ol 


l*art' Tinu* 
Work U( (|U<'st 


rirxihlo Work 
LcaNC ol Absence 


'lb hel[) e[n[)lo\ees balance \Nork and 
personal lil'e situations. e[n[)lo\ees mas 
work 2()-:^() liour> a week lor a minimum ol" 
six (()) months (at an\ gi\en time). 


Manager's Q.KAs in 
\nnouncement Package 




Work-al-Honic 


Individuals on a lea\'* ol ahsence and 
d(*siring [)art'tinie work hut wlio cannot 
regidarlv come to the work location. 

Must he t\pe ol' work that may he 
accomplished at honu*. 

Kmplo\ee must eome into regular work 
location Ibr four consecutive hours per 
week. 


Manager's Q.kAs in :]/23/'n 
\ nnou neenient 1 *aekage 


Sclicduliii^r 
ri('\ibilit\ 


ln(li\i(luali/.e(l Work 
Srhedules (IWS) 


iW S [)eriod is four hours (two hours on either 
side of the location's normal start/slop time)- 


Manager's Manual. 




Meal Break 
Mexibilily 


Knahles emplo\e(»s to take a minimum of 'M) 
minutes or u[) to a maximum ol two hours 
for a meal break. 1'his window of time in the 
middle of the workday can be used for 
[)ersonal choice acli\ities. 


Manag(T s (^\As 
in ^/ 17/01 

\nnouiiC(Mnent Package* 




Staggered Seliedules 


Management predetermines start/stof) 
1 1 mos. 

Km[)lo\ees select one of the o[)lions. 


IBM lndivi(hiali/ed 
Work Schedules. 
/A()4-()17:) 




(iustorni/ed Work 
Sehediile 


(lhanges usuall) recjuire management 
a|)[)r()\ al. 

I ni(pie business/ [)ersonal situations: 
special schedule lbrs[)ecif[C time period. 


lf^\1 1 nflix idiiali/ed 
Work Schedules. 
Z\ 01-0175 




Mexihle Xaeation/ 
Holiday Scheduling 
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About Your (iompanv. 

sso2-:^aoi 
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Work/I.ilc 
Sitiiutums 



\pj)lic'ahlr Options 

(i^rojirams/PrartuTs/OtluT) (iuidt'liiK-s 



NhilcrnitN IVactici^s 



( llild i.lU'V 



\(l;)|)ti()[i 



IBM \'\um\> lor 
1 )r[)(Mi(lri)t ( iiirc 
lnitiati\r> 

Child Care H.'IVrral 
S(*r\ i<(* 

SjXM-ial (iarr 
lor ( ihildn^ti 



Shift (lhan«rt'> 

Work and I atiiil\ 
S(Mni!Uir> 



I'aid 1 



(»rsorial TitiK 



I n[)aid INtsoiuiI TirTU* 



Timr oil hclorc l)irlh i> |>ai(l il' a tUiMhcal 
disal)ilit\ (unpaid if [XTsonal choice). 

Sickness and Vccidcnt IMan [)aNnicnts lor 
nuMlical disahihtN Irom das of a(hnis>ion to 
h()S|)ital until [)h\>i('ian declares eni[)loNee 
is able to return to work (iisnallN si\ to (M«:ht 
\\(M»ks alter hirth): at this point. emploNcc 
returns to work or oti [xTsonal lease. 



IVo\ides I'lnaneial assistance up to $2..')00 
lor (*ach ado[)tioii. 



S22 million hnid to increase (|ualit\ and 
>u[)|)In oI" child carc>cr\ices where IBM 
<nn[)lo\(*e> li\e or \>ork. 

(.hild can* ,rdormation and referrals to 
corntnunitN [)r()\ id(*rs. 

IBM [)r()jiriirn that [)ro\id(*> fuiaticial 
assistance* to the [)arenl> of (Mnotionaliv. 
[>hv>icall\. and mentall\ disahled childnMi 
(up to S.IO.UOO per child). 

PanMils work different >hifts to >[)lit cliild 
car(* r(*s[)()nsihilitics. 

To help parcnt> balance wor^'/faniiiN 
res[)oti>il)ilitie> tnore ellectivelN. 

Management discretion, when an (Mn[)lo\ce 
must [)rovidc >hort"term can* for a sick 
child. i.(\. chick(Mi pox. mea>lc>. murii[)>. 
s(Tious accident. (*tc. 

Managers may {^rant u[) to t(*n conseculi\e 
da\s of luipaid [KT-onal tim(\ I >e oi\\\ 
where tim(» off with [)a\ i> not warranted. 
i.(*., social, recn»ati()naL 



\huia»r(*r*s Nhuiual. ii-O.") 

\hout V)ur CompariN. 
S502-3a()l 



\bout Vnir (iompain. 
S5()2-38()l 



See \our local benelits 
a(hnini>trat()r 

IBM Child Care Beferral 
Servic<>. (;r)01-02():) 

Special (iare for Children 
\ssistance Plan. (;:>() l-(ra<S 



\ I'lan for Life Ncw>lctlcr 
[)ublishe(l >erni-aruiuailN 

Manajzer's Nhuuial. 



Manager s Manual. .'i-Hl 



ERLC 
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Work/LilV 
Situations 



\|)plical)l<* Options 
(l*n)«irams/l*rarti<'fs/()th<T) 



(fuidolim*^ 



Hcfon*nc<*s 



i;i(lrr < .an* 



( )\('rtinu*/ 
li•IlI[)(^rar^ 



IBM I'll rids lor 
lnitiati\('s 

I'.ldiT (!an* ( ioiisultation 
an<l Uclcrral Scrxicr 

Shift {!lia[i«i:(*s 

I'IdiT (!ar(* Srininars 



^lid i\T>()iial Tirm* 



I npaid i^crsonal V'lmc 



job Iraiiiiiiir/ 
Itii^itic^s IVa\('l 



S3 iTiillion available to dcvclof) or su;)|)()rt 
('\istin*r <'l<l('r ran* |>r()<rra!!is in communitio 
wluTC IBM ('in|)lo\<*('s li\c or work. 

i)[{cr> |)(TS(>iiali/(*(l coostiltation. ('(incatioo. 
and inlbrmation. alonji \Nitli rd'crrals to 
|>ro\id(Ms (>r ('ld<T (*an^ and s(Tviccs. 

hHuil\ nic[nl)tTS work dilTcrcnt shifts t(» 
split ('arc-jri\in<: ros[)onsil)iiiti('s. 

To h(*l|) ('[n|)l()\(*cs anti(M[>at(* and [)lan lor 
the complex n*s[)05isihiliti(v^ ol caririj: lor an 
<'ld(Tl\ rflati\r. 

Mana^'cnicnl discretion, whon an cni[)l()\cc 
must [)ro\idc short-term cmcrtrcncs care 
until more [HTtnanenl arran*renients can 
he mad<'. 

Manajjjers ma\ ^irant u[) to t(Mi consecutixe 
davs of un|>ai(i personal time. I se \Nhen 
re(|uesl for time off is not of emer«:<'ne\ 
nature and the reason for tlu^ r(M|uesl is 
reasonable. 



l*ro\ide advance notiee to rm[)lo\(M*s, 

l)iseiis> most reasonable schedule with 
em()l()\ee. 

Consider other \Na\> to *rt*t the job done 
(e,<r.. non-rejruiars. \endorin*r work). 

Consider jri\in<: niana*rement-directed 
lime off for extra work lime. 



Consider on-site options that avoid tra\el 
(e.ir„ satellite classroom/self-stud\ / 
t(^leeonferenc(V"<). 

(;i\e suffieient notiee for perscmal planning: 
if travel is invoKed, 



See \()tir local benelits 
administrator 

lUM 1-JderCare CouMiltation 
and Heferral Service. 

(;r)()M):i:u 



\ Plan for Life New>letten 
[)ublished settii-atuiuallN 

\hmairer"s MatuiaL 



Mana«r<^'rV Nhuiual. 



Manajier's Manual. 2-IH 



Mana^rerV Manual. 'l-^H) 



FRIC 
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Work/ Life Situations Roadnuip 

lli\t Inirrnal I sr (hiv 



1 



\\t»rk/Lifr 
Siliiulions 



Vpplicahir Options 
(Projjrums/IVartirrs/Olhcr) 



(Juidcliru's 



Hrlrrcnrcs 



1 ainiK Wellness KrnployM* Vssistaricc 



\ Plan lor Lilr 

Work and i arniiv 
Seminars 

I Jder ( .are Seiiiinars 



I'mploNtM* \ ideo I jt)rar\ 



(iatastrophie ( !are 
Vssi.stanee Program 

Kon*^- Term ( !are 
Insurance IVotsrarn 



IV()\i(le> eonridennal. prolessional eoun- 
selin^ to help overeonie ()ers()nal or laniiK 
problems. 

Includes Irci* .short-term counselin*;. 

Health cchication program; provides com- 
prehensive health-related classes. 

To help ()arcnts halance work/l'amilv 
responsihilities more elTeclivelv. 

To help e[!i()l()\ecs anticipate ami plan lor 
the corn|de\ responsihilities of carin<; lor an 
<*lderl\ relative. 

Videos lor pan^nls to use in tin* horne or 
with oulftide orjiani/.ations: topics inehide 
\||)S and tecnajic suhslance ahnse. 

\ssists ernploNces with catastro()hic medical 
cofiditions. 

With IBM assistance. cmploNccs can 
pun hase lonjj-term care insurance which 
covers chronic illnesses and major 
disabilities. 



(/ettin«i: Hel|) W hen V)u 
Need It. (;:)(M"" 61 



\ IMan lor Life NcNNsh'tler. 
published semi-annuallN 

\ IMa[i lor Lile Newsl<«tter. 
published semi-annuall\ 

\ IMan lor Kile Newsletter, 
published scmi-arnmall\ 

To order, call: 800-8 1.^29 18 

In I'lorida: Hoo-:i:)r)-:i2:i:i 

mo Medical Bcnelits 
VrmouncerruMits 
S\ 0^-0352 

M<Mlical lienc^lits 
\miounccments 
S\0M):^')2 



iu'lucaiion 



ERLC 



Spouse Kelocation 
XssistaiK'c 



Orientation to 
(iommunity 

Mmplovee \ssistanc<* 
Prop'am 



Provides job relocation assistance to the 
spou hroujjh career management 
consuuant. Services include interview 
skills development, resume preparation 
and job leads. Spouses s<'leclin<i an 
ahernativ<^ service mav be nMmbnrsed 
lor elipl)l(* e\p(Mises associated with job 
placement and counseling up to $ 1.000. 
This program also pro\i<les lor job sur\t»\ 
trip expenses. 

Time olT at manaf:(*m(*nt discretion — 
demonstrates sensilivit\ to ernfiloyee needs. 

Provides coniidenliaL prolessional 
counselin}^ to help overcome personal or 
Family [)r()blenis. 

Includes iVee short-ttTm counseling. 

(Ian l)e verv hi*lphd to emplovees and 
Family members e\peri(Micin<i: the elfeets 
ol a rno\(^ 
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IBM Relocation Plan- 
Hook 1 



Manajicr's Mamial. i-P> 

OellinfT Ib'lf) Vv hen V)u 
Need It, (;r)0^02()^ 



Work/LitV Situations Roadniap 

lltM ItUrrnat I sr Only 



>\ork/l.i(V 
Situations 



\pplical)le Options 
(IVc)j;rams/l*rartii'Os/()thtT) 



(iuidclinrj 



licfcrcno* 



Hridiriiii: to 



Hclircincnt lulucation 
\ssistaiic(* IVojrrarn 

(Ui:ap) 

(!()ninuinit\ S(M'\ ice 



T<M-hnical Xcadcinic 
(!an*(T IVojrratii 



I V<'-H(*tir(*m(^nt l.(*a\(* 
ol Absence* 

Tax l)ol(Trr<i vSavinjis 
IMati 



| jn|)l()N(M's witliin (3) scars ol" retirement 
eli<ril)ilitN and their s|)()nses ean receiu* 
linaneial assi^tanee lor education expenses 
that pn^parc* llicm lor a l'ulfillin<r retirement. 

Uetircnient-cli<:ihl(* candidates secure hill- 
time paid |)ositions in not-lor-prolU 
orjrani/ation^ and recei\e a portion (i^VMi) oi 
IBM salarv each y(*ar lor two u^ars. 

((Candidates a|)|)ro\(*d hy manajjetnetit.) 

Ketirement-(di<rihl(* technical candidate's 
>ecnre hdl-lime |)aid positions in collejro 
and imiversities and nM'(M\e a portion (iM^'n) 
oi" IliM salarv eacli sear lor two sears. 

((Candidates a|)pr{)\ed hs manafienKMU.) 

Mlows retire[nent-(di<rihh» emploNco to take 
a one-Ncar leav(» oi' absenc(^ lndi\i(inals 
ma\ work part-time (hirinjr this period. 

To (Mic()urajr<^ linancial ()ianninfr lor retire- 
ment Ncars. emplove(*s mas defer up to 
oi' their salars. IBM niatches the first fV'/d 
with 'M) cents lor each dollar cv)ntrihutcd hy 
tile emploNcc. A new loan i(Mture allows 
crnplovees to borrow up to half their total 
account balance and re|)aN that loan with 
int(Test to their account. 



Mana-vr"s Manual. 9-0 1- 
WV.W afiplication. 

(\\ailahle from sour 
(iotnmnnity l*ro}rrams 
Uepresentative) 



\\]\\ Technical \cademic 
(Career Projiram (available 
irom \our ( iommunilN 
IVojirani Ue|)n\sentalive) 



ManajJier's Manual. 



Tax Deierred Sa\in<:s 
IMan 1<)<H) Knhancements 
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